Tracking Chart 2005 Nike, China 07001540D by Fair Labor Association
The factual information set forth on the Tracking Charts was submitted to the FLA by each Independent External Monitor and Participating Company and reviewed by FLA staff.  It is being made 
available to the public pursuant to the FLA Charter in order to strengthen the monitoring process. The FLA Charter provides for regular public disclosure of the factual results of independent 
monitoring and the resulting specific actions taken by Participating Companies. 
 
What is a Tracking Chart?  
 
Compliance is a process, not an event. A Tracking Chart outlines the process involved in FLA independent external monitoring and remediation. It is used by the accredited independent external 
monitor, the participating company and the FLA staff to do the following:  
 
 Record Findings: The independent external monitor uses the Tracking Chart to report noncompliance with FLA Code standards. The monitor should also cite the specific Code 
benchmark or national/local law that was used to measure compliance.  
 Report on Remediation: The FLA participating company uses the Tracking Chart to report on the remediation program that was implemented in order to resolve the noncompliance and 
prevent any future violations.  
 Evaluate Progress: The FLA uses the Tracking Chart for purposes of collecting and analyzing information on the compliance situation of a particular factory and for publication on our 
website. This information is updated on an ongoing basis. 
 
What a Tracking Chart is NOT - 
 
 An exhaustive assessment of factory conditions 
 
Working conditions - in any type of workplace - are dynamic. Each Tracking Chart represents a survey of the factory’s conditions on a specific day. Over time, a fuller picture emerges as 
we compile information from various sources to track the compliance progress of a factory. 
  
 A pass or fail evaluation 
 
The Tracking Charts do not certify whether or not factories are in compliance with the FLA Code. Monitoring is a measurement tool. The discovery of noncompliance issues is therefore not 
an indication that the participating company should withdraw from a factory. Instead, the results of monitoring visits are used to prioritize capacity building activities that will lead to 
sustainable improvements in the factory’s working conditions.  
 
• A one-time event  
 
Each monitoring visit is followed by a remediation program, further monitoring and remediation in an ongoing process. The Tracking Charts are updated accordingly. 
 
 
 
 
Note on Language 
Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a 
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and 
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.  
 
For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we 
have replaced the numbers with generic wording in brackets (i.e. “[some]”, “[worker interviews revealed that]”,etc.).   
 
We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the 
factory and the workers.  
 
Instructions for Printing 
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size 
(8.5 x 14in.) paper. To print the charts, please make sure to select “legal” size paper from Print properties. 
Country
Factory Name
IEM
Date(s) in Facility
PC(s)
Number of Workers
Product(s)
Production Processes
[Status]
FLA Code/ Compliance IssueCountry Law/Legal ReferenceFLA Benchmark Non-Compliance Risk of Non-
Compliance 
 Evidence of Non-
compliance 
(uncorroborated)
If not corroborated, 
explain why
Sources/Documentation
used for corroborating
Notable Features implemented by 
Factory Management or Company
PC Remediation Plan Target 
Completion 
Date
Company follow up (Oct 2005 
& Jan 2006)
Documentation Completed; 
Pending; On-
going
Confidential Non-Compliance
Reporting Channel
FLA Principle of Monitoring, Obligation of 
Companies: Develop a secure communications channel, 
in a manner appropriate to the culture and situation, to 
enable Company employees and employees of 
contractors and suppliers to report to the Company on 
noncompliance with the workplace standards, with 
security that they shall not be punished or prejudiced for 
doing so. 
Management claimed that the 
company has provided a copy of 
the Code of Conduct to be posted 
in facility.  The information 
includes Nike’s hotline. However, 
through factory inspection and 
employee interviews it was 
observed that the copies of the  
Code of Conduct  posted did not 
show the hotlines. Workers do not
know the company’s contact 
information.
Visual Inspection and 
Management Interview
Per the [factory]management words, 
1. Each batch of  newcomers would take 
trainings including Nike COC as well as 
grievance system; 
2. Hotlines for+K33 the internal grievance 
phone, the local labor bureau, and Nike CR 
would be posted publicly for employees' 
instruction.
30/Jun/06 Per Nike auditor's MAP follow-
up visit on Jan. 11th, 06,there 
was a good grievance system 
in [factory]that employees 
knew clearly how to report a 
grievance issue and who 
could handle it. And the 
sample workers knew a little 
about Nike COC. Most of the 
sample workers believed that 
the factory management could
help them solve their 
grievance issues. It's 
suggested to close the issue 
this time. 
Visual Inspection 
and Management 
Interview (posted 
COC, mail boxes, 
grievance reports, 
CR staff, 
supervisors on 
site)
Completed
Confidential Non-Compliance
Reporting Channel
FLA Principle of Monitoring, Obligation of 
Companies: Develop a secure communications channel, 
in a manner appropriate to the culture and situation, to 
enable Company employees and employees of 
contractors and suppliers to report to the Company on 
noncompliance with the workplace standards, with 
security that they shall not be punished or prejudiced for 
doing so. 
Employee and 
Management Interview 
and Documents review
Corporate Responsibility department 
publishes monthly newspaper 
reporting worker-concerned issues. 
Workers are encourage for 
expressing their concerns and are 
compensated for bringing forward 
any issues that affects the work 
environment. Interviews of 
employees expressing positive 
comments about management, 
reflects active role from facility in 
finding resolutions to workers 
complaints.   
Letters in the suggestion boxes are 
regularly collected by general 
manager. Manager reviewed each 
letter and give correction plans to 
each related department for 
corrective action. Records of the 
past several months of worker’s 
letter, manager’s correction plan, and
implementation reports were 
reviewed by audit team. 
Employee and 
Management Interview 
and Documents review
Facility formed a Corporate 
Responsibility department since 
2003, which is in charge of Social 
Compliance, Health and Safety and 
related issues. As per auditing team 
observations, this department 
improves workers’ rights and 
working environment. 
Legal Compliance for 
Juvenile Workers
Art. 7: Regulations for Specia
Protection of Juvenile 
Workers, the physical 
examination for juvenile 
worker should follow the item 
of "Physical examination char
for juvenile workers". 
Employers will comply with all applicable laws that apply 
to young workers, i.e., those between the minimum 
working age and the age of 18, including regulations 
relating to hiring, working condition, types of work, proof 
of age documentation, and overtime.
The physical examination form 
used for juvenile workers does not
correspond to the required form 
used for juveniles.  Facility is 
presently using the examination 
format for regular employees.
Documents review Per the factory management words, since last 
Oct, there wasn't any Juvenile worker (under 18
year old) being recruited. CAP for this:
1. Although the recruit for qualified workers 
becomes more difficult in local, [factory]would 
try to hire those over 18 year-old from then on;
2. [factory]fty has obtained the health checking 
form for the Juvenile workers, which will be 
used for their annual health check before their 
full18 years old.
3. All Juvenile workers have been registered in 
the local labor bureau complying with the local 
labor law requirement.
31/Dec/05 1/11/06 updated by Nike 
auditor: Similar finding as 
before:
1) Since last Oct, there wasn't 
any Juvenile worker (under 18 
year old) being recruited;
2) The factory has obtained 
the health check form for the 
Juvenile workers;
3) The current Juvenile 
workers have been registered 
in the local labor bureau 
complying with the law.
Documents and 
Management 
Interview (Juvenile 
workers' health-
check reports, 
juvenile workers' 
interviewing as 
well as medical 
service providers' 
interviewing)
completed
4. Harassment or Abuse
5. Nondiscrimination
6. Health and Safety
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, 
psychological or verbal harassment of abuse.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, 
discipline, termination or retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, 
political opinion, or social or ethnic origin.
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, 
linked with, or occurring in the course of work or as a result of the operation of employer facilities
FLA Audit Profile
China
07001540D
ALGI
Footwear
Sewing, Cutting, Surface, Assembly, Packing and Storage
September 28th and 29th, 2005
Nike, Inc.
7,051
2.Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or 
otherwise
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or 
younger than the age for completing compulsory education in the country of manufacture where such age is higher 
than 15.
RemediationIEM Findings
1. Code Awareness
3. Child Labor
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Notable Features implemented by 
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& Jan 2006)
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RemediationIEM Findings
PPE Workers shall wear appropriate protective equipment 
(such as gloves, eye protection, hearing protection, 
respiratory protection, etc.) to prevent unsafe exposure 
(such as  inhalation or contact with solvent vapors, noise
dust, etc.) to hazardous elements including medical 
waste.
The noise level detected reached 
89 dBA from polishing machine.  
At least 5 employees working 
nearby did not wear ear plugs.
Visual Inspection, dBA 
testing
1.[Factory]has strengthened the PPE 
management through more training and 
surveillance by the line supervisors; 
2. A kind of PPE visual board will be installed in 
the workshop for workers' instruction, in which 
the operator could easily find out what kind of 
PPE he/she should take;
31/Mar/06 1/11/06 updated by Nike 
auditor:
Although the training records 
showed that employees have 
been trained about PPE using
some operators didn't wear 
earplugs during working with 
the button machine when 
auditor walked through. 
walk through On-going
PPE Workers shall wear appropriate protective equipment 
(such as gloves, eye protection, hearing protection, 
respiratory protection, etc.) to prevent unsafe exposure 
(such as  inhalation or contact with solvent vapors, noise
dust, etc.) to hazardous elements including medical 
waste.
At least ten employees who used 
hazardous chemicals did not wear 
gloves or masks . 
Visual Inspection 1.[Factory]has strengthened the PPE 
management through more training and 
surveillance by the line supervisors; 
2. A kind of PPE visual board will be installed in 
the workshop for workers' instruction, in which 
the operator could easily find out what kind of 
PPE he/she should take;
31/Mar/06 1/11/06 updated by Nike 
auditor:
Although the training records 
showed that employees have 
been trained about PPE using
auditor still found that some 
operators didn't wear carbon 
masks/gloves in cementing 
with hazardous chemical like 
MEK, etc. 
walk through On-going
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Compliance 
 Evidence of Non-
compliance 
(uncorroborated)
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Notable Features implemented by 
Factory Management or Company
PC Remediation Plan Target 
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Company follow up (Oct 2005 
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Documentation Completed; 
Pending; On-
going
RemediationIEM Findings
FLA Comment:  The Chinese constitution guarantees 
Freedom of Association; however, the Trade Union Act 
prevents the establishment of trade unions independent 
of the sole official trade union – the All China Federation 
of Trade Unions (ACFTU).  According to the ILO, many 
provisions of the Trade Union Act are contrary to the 
fundamental principles of freedom of association, 
including the non-recognition of the right to strike.  As a 
consequence, all factories in China fall short of the ILO 
standards on the right to organize and bargain 
collectively.  Recently, however, the government has 
introduced new regulations that could improve the 
functioning of the labor relations mechanisms.  
The Amended Trade Union Act of October 2001 does 
stipulate that union committees have to be 
democratically elected at members’ assemblies and 
trade unions must be accountable to their members.  
The trade union has the responsibility to consult with 
management on key issues of importance to their 
members and to sign collective agreements. It also 
grants the trade union an enhanced role in dispute 
resolution. In December 2003,the Collective Contracts 
Decree introduced the obligation for representative 
trade unions and employers to negotiate collective 
agreements, in contrast to the previous system of non-
negotiated administrative agreements.
Legal benefits Art. 72 of PRC Labor Law 
(Chapter 9 Social Security 
and Benefit): Management 
and employees must 
participate in social insurance 
programs.
Employers will provide all legally mandated benefits to all 
eligible workers
Facility paid 3,851 out of 7,051 
employees for pension, medical, 
unemployment insurance. Note: 
Facility paid every employee for 
injury insurance. Child bearing 
insurance is not required by local 
government.  
Social Insurance 
Payments review and 
Management Interview
1.[Factory] has obtained a certificate from the 
local social insurance bureau in June that 
[factory]has participated the insurances of 
pension, work-related injury, medical, 
unemployment for her workers complying with 
the local government relative requirement;
2. Per the latest Oct social insurance receipt, 
7700 out 7700 employees were provided injury 
insurance, and 3850 out of 7700 employees 
were provided insurances of pension, medical, 
and unemployment.
31/Dec/05 Per the latest Oct '05 social 
insurance receipt, 7700 out 
7700 employees were 
provided injury insurance, and 
3850 out of 7700 employees 
were provided insurances of 
pension, medical, and 
unemployment, which meets 
local government relative 
requirements.
Social Insurance 
Payments review 
and Management 
Interview
completed
Overtime Limitations Reply to the Questions on 
Working Hours, Art.5: 
Providing that the system of 
comprehensively calculated 
working hours is executed, in 
the period of comprehensively
calculated working hours, the 
actual working hours could 
exceed 8 hours (or 40 hours) 
on a specific day (or week). 
But the total actual working 
hours shall be no more than 
total normal working hours 
regulated by law. The excess 
part shall be regarded as 
overtime and paid according 
to Art.44.1 of PRC Labor 
Law. If the employee is asked
to work on legal holidays, the 
overtime payment should be 
paid as regulated by Art.44.3 
of PRC Labor Law. Besides, 
the average hours of overtime
each month shall be no more 
than 36 hours. 
Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the 
regular work week in such country plus 12 hours 
overtime; and (ii) be entitled to at least one day off in 
every seven day period.  An extraordinary business 
circumstance is a temporary period of extra work that 
could not have been anticipated or alleviated by other 
reasonable efforts
Audit team randomly selected 30 
time card records for overtime 
review. All 30 time records 
reviewed exceeded the limitation 
of multi-calculation working hours. 
From January to June 2005, 
employees in question, worked on 
an average of 450 hours per 
month, while the allowed time in 
the multi-calculation is 216 hours 
for the period in question. 
In July 2005, workers’ overtime 
working hours reached 86 hours, 
which exceeded the 36 hours 
overtime limitation, as mandated 
by local regulations.
At least two security guards 
worked for 7 to 8 days 
consecutively in May and July 
exceeded 60 hours per month.     
Additionally,  the modeling section 
operated for an average of 62 
hours per week on some weeks in 
May and June, exceeding the FLA 
benchmark limit of no more than 
60 hours per week for regular and 
overtime.  
Time Records Review, 
employee interviews
Great progress, most workers could meet the 
Nike CLS working hour limit, but a little part of 
workers in the assembly section, finished 
products warehouse section still worked 
excessive OT hours in Oct/Nov. And the fty 
management expressed that they would keep 
on strictly controlling OT to meet Nike COC 
working hour limit.
31/Jul/06 Good progress, most workers 
could meet the Nike CLS 
working hour limit, but a few 
workers in the assembly 
section, finished products 
warehouse section still worked
excessive OT hours in 
Oct/Nov.  The fty 
management expressed that 
they would continue to strictly 
control OT to meet Nike COC 
working hour limit.
1/11/06 updated by Nike 
auditor: About 15% employees
monthly OT exceeded 80hrs in
Nov/Dec, 04.
Time Records 
Review, employee 
interviews
0n-going
8. Wages and Benefits
7. Freedom of Association and Collective Bargaining
Employers will recognize and respect the right of employees to freedom of association and collective bargaining
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, a
base, at least the minimum wage required by local law or the prevailing industry wage, whichever is higher, and will 
provide legally mandated benefits
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 
48 hours per week and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the 
country of manufacture or, where the laws of such country will not limit the hours of work, the regular work week in 
such country plus 12 hours overtime; and (ii) be entitled to at least one day off in every seven day period
9. Hours of Work
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RemediationIEM Findings
Overtime Limitations Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the 
regular work week in such country plus 12 hours 
overtime; and (ii) be entitled to at least one day off in 
every seven day period.  An extraordinary business 
circumstance is a temporary period of extra work that 
could not have been anticipated or alleviated by other 
reasonable efforts
At least two security guards 
worked for 7 to 8 days 
consecutively without one day off 
in May and July, 2005. 
Time Records Review, 
employee interviews
Per factory management words, another 6 
security guards have been recruited in 
November. And Since December, each guard 
had one day off in seven; Per the sample 
guards' time records from Nov. 28th to 
December 5th, each sample guard had one day 
off in seven.
31/Mar/06 Another 6 security guards 
have been recruited in 
November. Since December, 
each guard had one day off in 
seven; per the sample guards' 
time records from Nov. 28th to
December 5th, each sample 
guard had one day off in 
seven.
Time Records 
Review, employee 
interviews
completed
Miscellaneous
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such 
premium rate as is legally required in the country of manufacture or, in those countries where such laws will not exist, 
at a rate at least equal to their regular hourly compensation rate.
10. Overtime Compensation
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